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With the fierce competition of globalization, more and more enterprises, areas 
and countries have payed more attention to contesting for talents How to improve the 
efficiency of human resource management, motivate employees more enthusiastic and 
potential, and create the competitive advantage for the enterprises have become a key 
theme for human resource management in the enterprises. 
According to the literature review, I find that studies on the relationship between 
human resource management and organizational performance are largely in a "black 
box" model. Although there are lots of studies exploring the influence of human 
resource management on organizational performance, little is found involving how 
human resource management impacts organizational performance by the individual 
level. 
Based on the practical and theoretical needs, this paper is to explore the 
mechanism that how commitment human resource management impacts employee 
individual performance from the angle of employees perceiving. According to the 
literature review, “organizational trust” is employed as an intermediary variable to 
explore how human resource management impacts employees’ attitude and behavior. 
According to the statistical analysis of questionnaires, the main conclusions are 
as follows: 
(1) Perceived commitment human resource management (Commitment HRM) 
can predict employees’ task performance and contextual performance positively. 
(2) Perceived Commitment HRM can significantly predict organizational trust 
positively. 
(3) Organizational trust is partially an intermediary variable in the influence of 
Perceived Commitment HRM on task performance and contextual performance. 
(4) Correlations between the six main factors of perceived Commitment HRM 
and task performance, contextual performance and organizational trust is different in 













(5) One-way ANOVA shows there are significant differences in perceived 
Commitment HRM, organizational trust, task performance at the individual level. 
Finally, I present a number of recommendations on how to improve human 
resource management, and put forward the innovations, the limitations of the study 
and research direction in the future.  
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力资源实践有利于提升公司绩效与员工态度（Appelbaum et al.,2000; Arthur, 
1994; Delaney & Huselid, 1996; Delery & Doty, 1996; Huselid, 1995; Pfeffer,
1998）。但是，以往针对人力资源管理实践与组织绩效的关系研究更多的是一种
“黑箱”关系研究，对于人力资源管理实践到底是通过什么机制影响组织绩效这
个问题研究的不多。本文结合 Ferris（1998）、Becker 和 Huselid（1998）以及 E
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